THE PRIOR SERVICE NAVY VETERAN; 
AN UNEXPLOITED SOURCE OF MANPOWER 
FOR THE DECADE OF THE 1980's 



Robert Baran Hawkins 



NAVAL POSTGRADUATE SCHOOL 

Monterey, California 




THESIS 

THE PRIOR SERVICE NAVY VETERAN; 
AN UNEXPLOITED SOURCE OF MANPOWER 
FOR THE DECADE OF THE 1980 's 

by 

Robert Baran Hawkins 
December 1979 



Thesis Advisor: 



R.A. Elster 



Approved for public release; distribution unlimited . 



T19!0 c ; < ? 




UNCLASSIFIED 

SECURITY CLASSIFICATION OF THIS RAGE (Whmn Dmtm Entered) 



REPORT DOCUMENTATION PAGE 


READ INSTRUCTIONS 
BEFORE COMPLETING FORM 


FIFORT NUMBER 


2. GOVT ACCESSION NO. 


y RECiRtENT’S catalog number 


4. TITLE (and Subtltt*) 

The Prior Service Navy Veteran; An 
Unexploited Source of Manpower for the 
Decade of the 1980 's 


s. TYRE of REPORT a RERIOO COVERED 

Master's Thesis; 
December 1979 


S. RERFORMING ORG. RIRORT NUMBER 


7 AuTMOFr*) 

Robert Baran Hawkins 


t. CONTRACT OR GRANT NUMBER^ 


, • FEAFOAUINQ ORGANIZATION NAME ANO AOOFIIt 

Naval Postgraduate School 
Monterey, California 93940 


10 RFOGRAM Element. FROjECT task 

AREA b WORK UNIT NUMBERS 


11 CON T ROLL 1 N G OFFICE NAME AnO AOOPESS 

Naval Postgraduate School 
Monterey, California 93940 


12. PEPOPT OATE 

December 1979 


11. NUMPEP or PACES 

159 


14 MONITORING AGENCY name A AODRCSSn/ different from Controlling Oltlcm) 


16. 6ECUPITY CLASS, (ol (hi. report) 

Unclassified 


i*«. OE CL assi fi cation/ down GRADING 
SCHEDULE 


16 DISTRIBUTION STATEMENT fol (hi. Report) 

Approved for public release; distribution unlimited. 


17. DISTRIBUTION STATEMENT (ot thm mrnmtrmct entered in Block 20. It different from Empen) 


u. supplementary notes 

Acknowledgement to LCDR R. Ricci, Defense Manpower Data Center, 
Monterey, California, for providing assistance and data for 
analysis . 


IS. KEY WORDS (Continue on rerermo mldm It necemeery end Identity kry block number) 

Navy veterans 
Prior Service 
NAVETS 
Recruiting 
Reenlistments 


20. ABSTRACT (Continue on reveree elde It necemeery end Identity by block number) 

This thesis studied the results attained by the six Navy 
Recruiting Areas in the recruitment of prior-service Navy veterans 
(NAVETS) for the years FY 1975-FY 1978. Data analyzed included 
age, marital status, level of education, entry paygrade, race and 



DD 1 JAN*?! 1473 eOlTlOM OF I MOV «» IS OBSOLETE 
(Page 1) S/N 0I02-0I4-6A01 \ 



1 



SECURITY CLASSIFICATION of THIS F AOI (Whmn Detm Entered) 



UNCLASSIFIED 



cl A tnriC*Tion oy this >toir»rs^ n#«« 



#20 - ABSTRACT - Continued 

broad occupational category. Comparisons of total numbers of 
NAVETS recruited with total numbers of other service veterans 
(OSVETS) recruited were also made. Policy implications and 
recommendations for the recruitment of prior service Navy 
veterans are presented. 



DD Form 1473 




UNCLASSIFIED 



2 



$ICU«I*V CL AMI Jl CATION 0* T HIS *A0*f**«« 



Approved for public release; distribution unlimited. 



The Prior Service Navy Veteran; 

An Unexploited Source of Manpower 
For the Decade of the 1980's 

by 

Robert Baran Hawkins 

Lieutenant Commander, United States Navy 
B.S., Pennsylvania State University, 1967 



Submitted in partial fulfillment of the 
requirements for the degree of 



MASTER OF SCIENCE IN MANAGEMENT 



from the 

NAVAL POSTGRADUATE SCHOOL 
December 1979 



Dean of' Information 



an^/ Policy 



Sciences 



3 



ABSTRACT 



This thesis studied the results attained by the six Navy 
Recruiting Areas in the recruitment of prior-service Navy 
veterans (NAVETS) for the years FY 1975- FY 1978. Data 
analyzed included age, marital status, level of education, 
entry paygrade , race and broad occupational category. Com- 
parisons of total numbers of NAVETS recruited with total num- 
bers of other service veterans (OSVETS) recruited were also 
made. Policy implications and recommendations for the 
recruitment of prior service Navy veterans are presented. 
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I. 



INTRODUCTION 



A. DEFINITION OF PROBLEM 

The Navy, during the first six years of recruiting in an 
all-volunteer force environment, has been relatively success- 
ful in attracting enough volunteers to maintain authorized 
Navy force levels. 

The decade of the 1930's, however, presents a different 
environment than that experienced in the seventies. A declining 
youth population, Congressional resistance to additional expend- 
itures on manpower costs and increased competition from other 
institutions for the dwindling supply of the nation's youth 
make the challenge of the 1980 's one that Navy policy makers 
must recognize and meet if the Navy is to stay adequately 
manned throughout the decade . 

Every aspect of the supply of manpower should be examined. 
This thesis investigates the potential in one area of that 
supply, the pool of prior service Navy veterans. 

B. HISTORICAL BACKGROUND 

During the thirty years immediately prior to the end of 
the draft, the Navy enjoyed what for all practical purposes was 
a basically endless supply of personnel to fulfill its manpower 
needs. Personnel needs could generally be met simply by 
selecting from those individuals who wished to avoid conscrip- 
tion into the draft-filled ranks of the army. If adequate 
numbers of individuals were not available via this "volunteer" 
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basis, then the draft could always be expanded to include 
procurement to fill Navy vacancies. 

This type of environment could, and often did, produce 
personnel policies that ran counter to those present in industry 
which had to treat manpower as a scarce resource available only 
in a competitive environment. 

Growing dissatisfaction with the draft and its inequities 
during the 1960's and early 1970 's led to increasing debate 
about the desirability of using conscription as a means of 
meeting America's defense manpower needs. In March of 1969, 
President Nixon created a commission "to develop a comprehen- 
sive plan for eliminating conscription and moving toward an 
all-volunteer armed force" [The Report of the President's 
Commission on an All-Volunteer Force, p. 18J . This commission, 
commonly called the Gates Commission, after its chairman Thomas 
S. Gates, a former Secretary of Defense, was composed of fifteen 
members drawn from diverse segments of society. 

In February, 1970, after a year of intense study during 
which a wide range of military as well as civilian experts and 
representatives were consulted, the commission issued its report. 
Its conclusion was: 

"We unanimously believe that the nation's interest 
will be better served by an all-volunteer force, 
supported by an effective stand-by draft, than by 
a mixed force of volunteers and conscripts; that 
steps should be taken promptly to move in this 
direction; and that the first indispensible step 
is to remove the present inequity in the pay of men 
serving their first term in the armed forces." (p. 6) 
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This report cemented the movement toward abolishment of the 
draft. The armed forces were directed to move toward estab- 
lishment of a completely all-volunteer force with the implemen- 
tation data set as 1 July 1973. 

On July 1, 1973 the Universal Military Service and Training 
Act was allowed to expire and conscription as a means of mili- 
tary manpower procurement ended. ^ 

The Navy was now faced with a situation analogous to that 
faced by many large industrial corporation and civilian insti- 
tutions; that of attracting and retaining adequate numbers of 

qualified personnel. Although this situation was not unique 

2 

when viewed from a historical perspective, manpower procurement 
by means of, or largely forced by, conscription had been the 
practice since 1948. 

Analysis of personnel procurement in previous non-conscription 
periods provided little useful guidance. Two factors caused 
the situation in the 1970's to differ significantly from that 
encountered in past times. 

The first factor is the tremendous long-range flexibility 
and destructive power that today's armed forces posess. Today's 



■^Although the draft officially expired on July 1, 1973, draft 
calls ceased on the first of January, 1973. 

2 

The use of conscription to procure military manpower has 
been used with varying frequency and varying success in the 
nation's history. For a more complete description of the 
history of conscription as government policy, see "The Impor- 
tance of Socio-Economic Factors in Recruiting and Sustaining 
the All-Volunteer Force," Foti, unpublished thesis, 1978. 
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modern military forces can be rapidly deployed to almost any 
corner of the world to either instigate or respond to a crisis. 
In the past, the mere logistics of transporting a sizable 
force allowed the opposing force time to build up its own 
assets. This luxury is no longer available and necessitates 
the maintenance even in times of peace of a large and well- 
prepared standing military force. ^ 

The second factor affects the composition of today's forces. 
The technological complexity of today's military equipment re- 
quires that a heavy investment in training and training time 
be made in a large proportion of today's military personnel. 
Preparation for previous conflicts or wars primarily involved 
the mobilization of large masses of manpower most of which could 
be adequately trained to operate military equipment in a rela- 
tively short period of time. As Binkin and Kyriakopoulous point 
out, "The overall growth in the proportion of personnel trained 
in white-collar occupations is particularly evident, reflecting 
the shift away from work requiring general skills toward that 
requiring special skills. White-collar workers in the military 
now make up 46 percent of the total versus 28 percent in 1945 
..." [Binkin and Kyriakopoulous 1979, p. 18]. Cooper further 
breaks down the required skill level of today's forces using 
figures taken from Congressional testimony, placing 73% of Navy 



3 .... 

For further discussion on the necessity of maintaining a 

strong military force in today's world environment, see the 

Defense Manpower Commission Report of April, 1976, "Defense 

Manpower: The Keystone of National Security," pp. 25-40. 
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enlisted occupations in a medium or high skill category, 
with the remaining 27% in a low skill category [Cooper, 1977, 
p. 140]. Thus, the ever increasing level of sophistication 
of today's military equipment requires not only longer periods 
of training time, but also imposes a demand for larger pro- 
portions of quality personnel than in past times if the force 
is to function effectively. 

These two factors, the requirement for a large standing 
force coupled with the need for more quality personnel in order 
to be able to operate and maintain increasingly sophisticated 
equipment, have imposed upon the Navy an extremely difficult 
and complex manpower procurement situation. 

Navy accesssion requirements for the first six years of 
the all-volunteer force have ranged between 85,000 and 100,000 
annually. These numbers were needed to sustain a force of 
approximately 525,000 personnel [NAVPERS 15658 and CNRC Program 
Analysis Reports] . 

The measurement of personnel quality is a nebulous under- 
taking at best. Three basic criteria are used by the Navy to 
establish quality standards. These criteria are expressed in 
moral, mental and physical enlistment standards. However, in 
recent years an additional factor has been used to further define 
quality; that factor is possession of a high school diploma. 

Thus, the Navy's annual new accession requirement is to 
enlist approximately 90,000 individuals who meet existing mental, 
moral and physical standards, and a significant proportion 



13 



(approximately 75%) of whom have graduated from high school 
[The Costs of Defense Manpower, 1977, p. 38]. 

The selectivity of the conscription system enabled the Navy 
to maintain desired mental, moral, physical and educational 
standards deemed necessary. However, the all-volunteer force 
concept requires that the Navy compete on the open market for 
personnel possessing these desired standards. The Navy's com- 
petition comes not only from industry and civilian institutions, 
but also from the other armed services. 

C. THE DECADE OF THE 1980'S 

The Navy traditionally has drawn the largest proportion of 
its manpower from the 17-21 year old segment of the population 
with the largest single number being in the 18 year old bracket. 
Almost 85% of Navy first enlistments were estimated to be within 
this age group in 1975 with 30% in the 18 year old age bracket 
[NP15658, various years]. Thus, the target population for the 
next decade has to be assumed to be the 17-21 year old. 

Within this target population exist several factors that 
significantly reduce the actual number of individuals that can 
be classified as eligible for military service. Mental, moral 
and physical disqualifications will remove many from consideration 
Navy imposed "quality" limitations such as high school diploma 
requirements and lower mental category limitations further reduce 
the supply of eligibles. In fact, disregarding any additional 
specific service entrance requirements, it has been estimated 
that only 58% of all males in the 17-21 year old bracket can 
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be considered qualified for military service [Cost of Defense 
Manpower: Issues for 1977, p. 51]. 

Working within this framework of eligibility requirements. 
Navy manpower personnel must contend with a demographic trend 
that portends severe problems for future recruiting. The esti- 
mated population of 17-21 year old males peaked at 10.8 million 
in 1978. Since then the number in this age bracket has declined, 
and will continue to decline significantly (an estimated 2.5% 
per year between 1983 and 1987) throughout the decade until by 
1990 the number of males in the 17-21 year old age bracket 
will only be 83% of that in 1978. 

This significant decline in the primary target population 

for first enlistments in the Navy portends an ominous future 

for Navy recruiting efforts in the 1980 decade. The numbers 

problem will be further compounded by the amount of increased 

competition from civilian employers, colleges and universities 

and the other services that will characterize the market envir- 
4 

onment. The Navy as well as the other military services, 
however, has to contend with two major constraints not impacting 
on competing civilian employers. 

The first constraint is the rigidness of the military pay 
structure. Scarce skills cannot be purchased on the open market 
by means of increased wage offers (certain bonuses represent 



4 ... 

For further discussion of the impact of increased competition 

for youthful resources upon the all-volunteer force, see Con- 
gressional Budget Office Report, National Service Programs and 
their Effects on Military Manpower and Civilian Youth Problems , 
January, 1978) . 
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exceptions) . Navy compensation is strictly tied to Congressional 
action. Present compensation policy rewards an individual 
based primarily upon his tenure and overall military achieve- 
ment (i.e. advancement as a petty officer) and does not dis- 
tinguish between the relative value to the service of specific 
types of expertise [Cooper, 1977, p. 17]. Thus, the Navy does 
not have the same freedom to either retain or attract the indi- 
vidual with a scarce skill by offering to increase his compen- 
sation as does an industrial corporation. Other incentives such 
as educational benefits, e.g., the G.I. Bill, are also under 
Congressional control, and have in recent years been reduced. 

The second major constraint under which the Navy operates 
is that of the need for the individual to incur a contractually 
obligated period of service upon enlistment. Largely to main- 
tain force stability and to receive a return on the often 
extensive training investment the Navy makes in an individual, 
that individual must accept the fact that once he enlists he 
is legally bound to remain in the Navy for the contracted period 
of time. 

These two constraints will assume increasing significance 
in the 1980’s as the competition for qualified young men becomes 
more and more intense. 

D. THE EXPERIENCE MIX 

The Navy and, in fact, all of the services have tradi- 
tionally relied upon the youth of America to meet the prepon- 
derance of their manpower needs. The Navy has for the past 
eighteen years relied upon a force composed of from 55% to 67% 
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personnel with less than four years of service, and with the 
majority of its personnel less than 25 years in age [Cooper, 
1977, p. 306]. According to Binkin and Kyriakopoulos , several 
factors account for this heavy reliance on youth: 

1. The military has traditionally set a premium 
on youth and vigor in its forces. 

2. The military personnel system organized upon 
a pyramidal rank structure is chare ter i zed by a 

high rate of turnover and strong emphasis upon upward 
mobility . 

3. Youth have traditionally been viewed as an inex- 
pensive supply of labor. 

4. The high turnover rate that characterizes the mili- 
tary personnel system feeds the reserve forces. 

5. Several benefits accrue to society because of the 
utilization of large numbers of the nation's youth. (p. 6) 

The traditional military job in the past has been charac- 
terized by the high degree of physical effort necessary to 
perform in assigned capacities [Binkin and Kyriakopoulos, 1979, 
p. 7] . Physical activities were strongly stressed at all levels 
of the service from recruit training to shipboard physical 
training programs. Physical entrance standards were often 
based upon an individual's ability to perform difficult physi- 
cal tasks regardless of the ultimate task assignment once 
enlisted into the Navy [Cooper, 1977, p. 137]. The services 
have equated physical ability with youth and thus, service 
policy makers have attempted to keep their respective forces 
youthful . 

The pyramidal rank structure of each service tends to 
force a high degree of turnover of younger members of the 
force. Largely because of the closed nature of the military 
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personnel system^ and the pyramidal limitations placed on 
promotion opportunities, a steady flow of experienced personnel 
(i.e., those who have completed their first term of service) 
must exit the system and be replaced by newly recruited per- 
sonnel, or the services will face personnel stagnation. 

Reliance upon a very structured, closed pyramidal system 
has another implication. Because promotion comes to those who 
rise through the system as opposed to via lateral entry from 
an outside source, the Navy cannot compete for the older more 
experienced members of the nation's work force. Those members 
would almost always be forced to enter the Navy personnel sys- 
tem at the bottom, receiving little or no advantage from their 
previous experience. Exceptions have been and are still made 
for certain specialized skills such as medical and dental skills, 
and certain skills required in times of military necessity, 
such as construction skills during the Vietnam era. 

g 

The policy of conscription practiced between 1940 and 1973 
reinforced the belief that it was more cost effective to main- 
tain a youthful force. With military service viewed as obliga- 
tion or duty to country, the inequity of extremely low pay for 
those members in the lower paygrades was not considered, or, 
if considered, was rapidly dismissed. This practice of viewing 



For a more detailed discussion of the various aspects of 
the military personnel system, see Cooper, Military Manpower 
and the All-Volunteer Force, p. 16. 

g 

The draft was continuously in effect from 1940 until 1973 
except for an 18 month period with no conscription in 1947-1948. 
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the first term enlistee as a "free good" was basically 
carried over to the all-volunteer force. 

The high turnover created by reliance on youth had a 
direct impact upon the reserve forces. All male military per- 
sonnel enlist for a period of six years [Coffey, 1978, p. 24]. 
Different contracts require different lengths of time spent on 
duty with the active forces. The remainder of the six year 
period of obligation is fulfilled in a reserve unit, either as 
an active or as an inactive member. Thus the higher the amount 
of turnover forced by exodus of personnel having less than six 
years of service, the larger will be the number of experienced 
personnel fed into the reserve system. 

The large number of the nation's youth who flow through 
the military system is said to benefit society in several ways. 
This flow has been considered by some to be a means to guard 
against the development of a separate military ethos. Other 
arguments stress the importance of the military as a training 
institution; one that provides basic technological skills that 
its members can return to society upon leaving the service. 

Other arguments look at the importance of the military as an 
institution in which an undisciplined youth can find direction 
and later return to society and lead a productive life [Binkin 
and Kyriakopoulos , 1979, pp. 13,14]. 

However, countering these arguments that call for large 
manpower flows through the military, are those that point out 
the increasing cost of maintaining such a system. With manpower 
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costs assuming an increasing proportion of defense budget costs, 
several military analysts have looked to a change in the 
experience mix policies as a means of incurring cost savings. ^ 
Arguments have generally concluded that substitutions of more 
experienced personnel for first-term personnel would generate 
substantial cost savings. Reductions in training costs and 
other costs of attrition would accrue to the services if a 
higher percentage of experienced personnel were present in the 
active forces [Cooper, 1977, pp. 307-315]. 

Therefore, with recognition of both the decreasing supply 
of youth in the 1980's and the increasing costs of manpower, 
questions must be asked concerning the validity of a personnel 
policy that calls for such a large proportion of young and 
inexperienced personnel and which requires a high turnover rate. 
As one analyst states: 

"The substitution of career for first term 
personnel is perhaps the single most important 
issue with respect to the future of the all- 
volunteer force." [Cooper, 1977, p. 319] 

One source of recruitable personnel in whom the services 
have already made a sizable training investment consists of 
prior service personnel. This pool includes individuals who 
have successfully completed at least one term of enlistment in 
any one of the military services and who are considered eligible 
to reenlist. The Navy alone discharges between 50,000 and 



7 

For thorough treatments of arguments in this area, see: 
Binkin and Kyriakopoulous 1979, p. 51-76; Cooper, 1977, pp. 
307-315; and Rice, 1979, pp. 63-77. 
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60,000 individuals a year who have satisfactorily completed 
either their first or second enlistment and who are considered 
eligible to reenlist [NAVPERS 15658]. 

If considered eligible to reenlist, these individuals 
should have performed satisfactorily. They should require less 
training and supervision and attrite at a lower rate than indi- 
viduals who enter the Navy on an initial enlistment. 

The remainder of this thesis will investigate whether the 
pool of prior service personnel is being tapped effectively 
by the Navy. 
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II. METHODOLOGY 



A. PURPOSE OF THE STUDY 

The purpose of this study was to examine the effectiveness 
of recent historical recruiting efforts for prior service 
veterans. The study examined trends in four general areas. 
First: Overall performance trends in prior service recruiting 

were analyzed. Second: Demographical time trends were analyzed 

by fiscal year for prior service Navy veterans (NAVETS). Third: 
Occupational time trends and regional accession trends were 
analyzed by fiscal year and by recruiting area for Navy veterans 
(NAVETS). Fourth: NAVET geographic accession trends, with 

the six Navy recruiting areas forming the geographic divisions, 
were analyzed by demographics and occupational groupings. 

B. SCOPE OF THE STUDY 

This study was undertaken utilizing aggregate prior service 
(Navy veteran [NAVET] plus other service veteran [OSVET] ) data 
and individual NAVET prior service reenlistment data for the 
time period 1 July 1974 through 30 September 1978. 

The data collected were analyzed by fiscal year for both 
national results generated by the total national prior service 
recruiting effort and for individual Navy recruiting area 
results in the recruitment of prior service personnel. 

The total prior service recruiting effort was analyzed by 
comparison with stated annual prior service goals, actual 
numbers of prior service personnel recruited by year and by 
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comparison of the proportion of total prior service accessions 
that were other service veterans (OSVETS) with the proportion 
that were Navy veterans (NAVETS) . The NAVET component of the 
prior service total was further analyzed by age, marital 
status, entry paygrade, education, race and broad occupational 
group. 

Each individual recruiting area was analyzed for actual prior 
service recruiting performance as compared to assigned goals 
and for its contribution to the total prior service recruiting 
effort. 

The NAVET component of each Navy recruiting area's annual 
prior service results was further analyzed by age, marital 
status, entry paygrade, education level, race and broad occu- 
pational group. Predominant characteristics within each 
category were identified as were indications of trends. Com- 
parisons of the relative recruiting area strengths within each 
category were identified when deemed worthy of further research. 

Demographic data examined in the study were further analyzed 
to determine if each demographic element was independent of the 
other variable used in the trend analysis, either the recruiting 
area or the fiscal year. The method used to test for indepen- 
dence was the Chi-square test for independence. In each case 
the basic hypothesis was that the demographic variable under 
examination was independent of (or unaffected by) the other 
variable (either the fiscal year with time trend analysis or 
recruiting area with geographic analysis) used in the trend 
analysis . 
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The Chi-square test for independence was based on the 
difference between the observed frequencies of occurrence of 
each of the demographic and occupational variables and the 
expected frequencies of the same variables. The expected 
frequencies were calculated by multiplying the total number of 
observations observed in a demographic category by the total 
number of observations in the same demographic category for 
either a specific year or specific recruiting area and dividing 
this product by the total number of observations in all cate- 
gories of analysis. 

Example : 

Actual Observations 



Race 


FY 1975 


FY 1976 


FY 1977 


FY 1978 


Total 


Caucasian 


4535 


4288 


4318 


3016 


16,157 


Black 


623 


684 


671 


429 


2,407 


Other Minority 


67 


93 


100 


105 


365 


Total 


5225 


5065 


5089 


3550 


18,929 



Calculations for expected frequencies of observation FY 1975-1978 
Caucasions : 

16,157 (total Caucasians during period of analysis) 
x 5,225 (total of all racial categories in FY 1975) 

84,420,325 

-t 18,929 (total of all racial categories observed in 
period of analysis, FY 1975 - FY 1978) 

= 4460 (expected number of Caucasians in FY 1975) 

Calculations of expected frequencies were made for each 
category in each year and then compared with the actual obser- 
vation taken from the data. The difference in each case was 
squared and divided by the expected frequency . The cumulative 
result of each of these figures formed the chi-square statistic 
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for the variables in question. The chi-square statistic was 
then compared with the chi-square table value for an equiva- 
lent sample size using a confidence level of 95% (a = .05) 
and a determination of the existence of statistical independence 
between the variables was made. 

In addition to demographic and occupational analysis, exam- 
ination of the survivability of prior service veterans was 
conducted. Those prior service male veterans who enlisted in 
FY 1975 were tracked using DMDC COHORT Files for three years. 

The personnel were broken down by initial term of enlistment, 
two-year, three-year, and four -year. At regular intervals, 
the attrition figures for each cohort group were compared with 
Department of Defense published attrition figures for FY 1975, 
non-prior service personnel. 

In an area related to policies concerning prior service 
acquisitions, the experience mix (first term - less than four 
years of service vs. career - 4 years or longer) of the enlisted 
force was examined. Bureau of Naval Personnel end of fiscal 
year personnel statistics were compared with Navy experience- 
mix goals and commens were offered. 

The Navy recruiting area responsible for enlistment of a 
Navy prior service veterans was identified by utilizing the 
Armed Forces Examining and Entrance Station (_AFEES) coded on 
the individual's enlistment form. Navy recruiting areas presently 
in existence are numbered 1, 3, 4, 5, 7 and 8. When originally 
established, the recruiting command consisted of eight recruiting 
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areas. A consolidation from eight to the present number of 
six recruiting areas eliminated Recruiting Areas Two and Six. 

The remaining recruiting areas retained the same numerical 
designation, although some increased in size. For example, when 
Recruiting Area Six was eliminated. Areas Five and Seven absorbed 
the Area Six resources and recruiting responsibilities. 

Appendix A provides a brief description of the Navy recruiting 
organizational structure and identifies the relationships between 
the AFEES and Navy recruiting areas. NAVETS who were processed 
by AFEES that are no longer operational were considered to have 
enlisted from the area which that AFEES would serve if it were 
in operation. 

At the end of fiscal year 1976, the Navy adopted a new 
accounting system based upon a fiscal year starting on 1 October 
and ending 30 September, replacing the previous fiscal year 
time period, 1 July - 30 June. In the interim, a transition 
quarter, July - September 1976, was created. Unless otherwise 
noted, the results attained in this transition quarter were 
included with those attained in fiscal year 1977. 

This study was constrained in several ways, some author- 
imposed and some data-system imposed. 

1. The prior service data base used was limited to male 
prior service veterans. All data examined were male prior 
service veteran data unless otherwise noted. 

2. Demographic and occupational data analyzed in the study 
were from DOD-edited USAREC files provided by the Defense Man- 
power Data Center. These files generally included approximately 
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90% of the total male NAVET accessions recorded by the Navy 
Recruiting Command for the same period. See Table 1 below. 

3. Male NAVET data were analyzed by demographic and occu- 
pational characteristics. OSVET data were only analyzed to 
determine total numbers recruited annually and entry paygrade. 

4. Cohort attrition data were analyzed only for FY 1975 and 
included both NAVET and OSVET male accessions. 

Table 1 

Prior Service Male NAVET Reenlistment 

Totals 



DOD-edited 
USAREC files 

Recruiting 
Command Program 
Summary Report 

Bureau of Naval 
Personnel, Navy 
Military Personnel 
Statistics Report 

*Includes females 



FY 1975 
5398 



FY 1976 
5066 



FY 197 7+FYTQ 
5089 



6103 



5497 



5681 



6771 



5866* 



5783 



FY 1978 
3550 



4035 



5032 



C. DATA IN THE STUDY 

Prior service reenlistment data were collected from the 
five primary sources: the USAREC DOD— edited file, the USAREC 

DOD-edited cohort file for FY 1975, the USAREC DOD-edited file 
compared with the edited BUPERS Enlisted Master Record, BUPERS 
Report - NAVPERS 15658 and the Commander Navy Recruiting Command 
Production Summary Report. 
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1. Prior Service Navy Reenlistments 



Fiscal year reenlistment data for male prior service 
Navy veterans were obtained from the DOD-edited USAREC files 
of 1 July 1974 through 30 September 1978. These files are 
maintained by the Defense Manpower Data Center, Monterey, 
California, and are constructed using accession data provided 
by the Military Enlistment Processing Command (MEPCOM) from each 
individual AFEES. The following criteria were used to select 
personnel from this file: 

1. Male 

2. Prior service Navy 

3. Enlisting into active duty 

Once selected by means of the above criteria, each 
individual's record was examined for the following demographic 
characteristics : 

1. Age group 

2. Marital status 

3. Entry paygrade 

4. Level of education 

5 . Race 

6. Occupational group 

Additional aggregate prior service reenlistment statis- 
tics were obtained from analysis of the end of fiscal year 
Navy Military Personnel Statistics Reports (NAVPERS 15658) com- 
piled by the Bureau of Naval Personnel and from the Production 
Summary Reports (Program Analysis Report for FY 1975-1978) 
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containing end of fiscal year statistics compiled by the Navy 
Recruiting Command. 

2 . Individual Data Elements 

a. Age 

Each individual prior service Navy veteran (NAVET) 
was classified according to an age grouping as follows: 

(a) Age less than 20 

(b) Age 20 through 25 

(c) Age 26 through 30 

(d) Age greater than 30 

The age recorded is the individual's age upon 
reenlistment. 

b. Marital Status 

Each individual NAVET' s data file has been screened 
to determine his marital status at the time of reenlistment. 

No attempt was made to determine dependency or past marital 
status . 

c. Entry Pay Grade 

This data element is based upon the NAVET 's assigned 
paygrade upon reenlistment. Paygrade groupings were made as 
follows : 

(a) Paygrade less than E-4 

(b) Paygrade E-4 

(c) Paygrade E-5 

(d) Paygrade E-6 

(e) Paygrade greater than E-6 



29 



The paygrade assigned upon reenlistment depends 
upon the NAVET's time since last released from active duty, the 
criticality of manning on the Navy of the individual's particu- 
lar skill or rating and the prior service program under which 
he reenlisted. The paygrade may or may not be the same as that 
which the NAVET held upon release from active duty. See 
Appendix B. 

d. Level of Education 

Data for this element are based upon each NAVET's 
reported highest year of education upon reenlistment. Levels 
of education were classified as follows: 

(a) Non-high school graduate 

(b) High school graduate with high school diploma 

(c) High school equivalency diploma 

(d) Some attendance at college 

Data for the year 1975 do not distinguish between 
those who received their high school graduation certification 
by high school diploma and those who received it by completion 
of a High School Equivalency Degree program such as the 
General Educational Test of California Proficiency Test. 

e. Race 

Data for this element are based upon each NAVET's 
reported race as recorded at the time of reenlistment. No 
attempt was made for further breakdown into ethnic groupings. 
Race data were grouped as follows: 

(a) Caucasian 

(b) Negro 

(c) Minority - other 
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f. Occupational Group 

Data for this element are based upon each NAVET's 
rating as recorded upon the Bureau of Personnel (BUPERS) en- 
listed master record at the end of each fiscal year. Data 
were obtained by matching the Social Security numbers of those 
NAVET reenlistees recorded on the DOD-edited USAREC files, 
maintained by the Defense Manpower Data Center, with the Social 
Security numbers of all Navy enlisted personnel at the end of 
the fiscal year as recorded in the BUPERS enlisted master file. 
Navy ratings were grouped into nine broad occupational cate- 
gories. Those occupational categories are as follows: 

(a) Deck/ordnance including SR, SA, SN 

(b) Technical 

(c) Administrative 

(d) Engineering/hull including FR, FA, FN 

(e) Construction including OR, CA, CN 

(f) Aviation-engineering 

(g) Aviation-technical 

(h) Aviation-other including AR, AN, AA 

(i) Medical/dental including DR, DA, DN and HR, HA, HN 
The complete assignment of the specific ratings 

assigned within each occupational group is listed in Appendix C. 

3 . FY 1975 Prior Service Attrition Data 

Data used for analysis of the survivability of male 
prior service (OSVET plus NAVET) accessions enlisted in FY 1975 
were taken from the FY 1975 DOD— edited USAREC cohort files 
maintained by the Defense Manpower Data Center. Prior service 
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veterans were categorized by term of enlistment with percen- 
tages of those that attrite calculated at six month intervals 
for a three year period. 

4 . Other Data Used in the Analysis in this Thesis 

a. Data from End of Fiscal Year Navy Military Personnel 
Statistics Report [NAVPERS 15658] 

(a) Active duty enlisted personnel age distribution 

(b) Active duty enlisted personnel length of service 
distribution 

(c) Active duty end strength 

(d) Active duty end strength - males 

(e) Active duty reenlistments 

Cf) First and second term active duty separations, 
eligible to reenlist 

b. Data from the Navy Recruiting Command Production 
Summary Reports 

(a) Navy Veteran (NAVET) reenlistments by Navy 
Recruiting Area 

(b) Other Service Veteran (OSVET) reenlistments by 
Navy Recruiting Area 

(c) NAVET/OSVET paygrades upon reenlistment 

(d) Annual prior service goals by Navy Recruiting 
Area 

(e) Total annual national recruiting goal and 
attainment 
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III. RESULTS 



The results presented on the following pages are organized 
with a general findings section of results followed by discussion 
of the findings by occupational grouping and then discussion 
of the geographic results derived from individual recruiting 
area analysis. 

The general findings section displays the results found from 
analysis of the total recruiting effort for prior service veterans. 
Total prior service results are presented initially, followed 
by demographic results including trend analysis. This section 
is followed by discussion of results observed from analysis of 
the nine occupational groups. Both time trend and geographic 
trends are addressed. 

The geographic analysis section presents the results of the 
analysis of annual NAVET prior service accessions in each of 
the six Navy recruiting areas. Included with each area analy- 
sis are the results of the demographic analysis of NAVET accessions 
including trend analysis and the results obtained from analysis 
of the occupational groups. 

A. GENERAL FINDINGS (See Table 2) 

1. Both total Navy and total Navy male reenlistments 
(including both reenlistments through the recruiting command 
and those effected at the individual's last duty station) signi- 
ficantly declined during the period 1975 through 1978. During 
this period total prior service reenlistments through the 
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recruiting command comprised from 11.1% - 13.5% of annual Navy 
reenlistment totals. 

Concurrently, both total male prior service (including 
OSVETS) and male NAVET reenlistments also declined. Although 
the recruiting command's prior service goals closely approximated 
prior service accessions in FY 1976 and FY 1977 (including FYTQ) 
the goal was substantially increased in FY 1978 but accessions 
continued to decrease (FY 1977 accessions include 7970 accessed 
in FY 1977 plus 2314 accessed in FYTQ) . Total male prior ser- 
vice accessions in FY 1978 were almost 25% below FY 1975 
accessions while prior service goals increased by 3%. Male NAVET 
reenlistments were over 33% below FY 1975 levels in FY 1978. 



Table 2 

Reenlistment and Recruitment Results FY 1975 - FY 1978 





FY 1975 


FY 1976 


FY 1977+FYTQ 


FY 1978 


Total Navy Reenlist- 
ments* 


54803 


40586 


43279 


32092 


Male Reenlistments 


* 53996 


39370 


42853 


31072 


BUPERS Male NAVET 
Reenlistments * 


6771 


5866** 


5783 


4032 


USAREC Male NAVET 
Reenlistments 


5398 


5066 


5089 


3550 


CNRC Prior Service 
Goal 


8121 


8671 


10284 


8400 


CNRC Prior Service 
Reenlistments 


8891 


8610 


10284 


6703 


CNRC Male Prior Ser- 
vice Reenlistments 


8673 


8462 


9986 


6425 


CNRC Male NAVET 
Reenlistments 


6103 


5497 


5681 


4035 


CNRC NAVET Males as a 

% of Male Prior Serv. 70.4 


65 


56.9 


62.8 


* Data from Bureau 


of Naval 


Personnel Report INAVPERS 


15658] 



** Includes both males and females 
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B. DEMOGRAPHIC FINDINGS 



1. Age Groups (See Table 3) 

A chi-square test for independence was used to see if 
there was a significant statistical dependence between NAVET 
entry age and the years surveyed. The null hypothesis tested 
was that expected frequency of NAVET * s in specific age groups 
in specific years would equal the actual observed number of 
NAVET’ s in those same age groups and same years. 

A chi-square statistic of 73.5 was determined from the 
available data (see Appendix J) . This value exceeded the chi- 
square value at the .05 level of significance. It appears that 
there is a significant statistical dependence between the ages 
of NAVET' s enlisted annually and the fiscal year in which the 
enlistments occurred. 

Closer analysis (see Appendix J) of the actual values 
that comprise the chi-square statistic, however, shows that 
most of the difference between expected and observed frequencies 
occurred in FY 1975 and FY 1978 with two age groups, the 20-25 
and 26-30 year old age groups. 

Approximately 50% of all USAREC-recorded male NAVET 
accessions were between the ages of 20 and 25. Over 80% of 
all male NAVET accessions were between the ages of 20 and 30. 
There was a slow but steady increase from 1975 to 1978 in the 
percentage of NAVET accessions that came from the 20 to 25 
year old age group. The percentage in FY 1978 increased to 
55% of total USAREC-recorded accessions from the 1975 figure 
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of 48%. This increase has come at the expense of the 26 to 
30 year old group which decreased from 34% of accessions in 
FY 1975 to 27% in FY 1978. 

The remaining age groupings analyzed, the less than 
20 and over 30 years of age, remained relatively stable with 
approximately 7% and 11% of total recorded accessions, respec- 
tively . 

Table 3 



* 



NAVET 


Accessions 


by Age and 


Fiscal Year 






Year 












Age 






FYTQ + 








FY 1975 


FY 1976 


FY 1977 


FY 1978 


Total 


< 20 


404 


294 


357 


233 


1288 


(%) (%) 


(7) (31) 


(10) (23) 


(7) (28) 


(7) (18) 


(7) 


20-25 


2562 


2668 


2662 


1934 


9026 


(%) (%) 


(48) (26) 


(47) (27) 


(53) (27) 


(55) (20) 


(51) 


26-30 


1819 


1588 


1548 


974 


5929 


(%) (%) 


(34). (.31). 


(32) (27) 


(30) (26) 


(27) (16) 


(31) 


> 30 


613 


516 


522 


409 


2060 


(.%) (%). 


(11) (30) 


(11) (25) 


(10) (25) 


(11) (20) 


(11) 


TOTALS 


5398 


5066 


5089 


3550 


19103 


(%) 


(28) 


(26) 


(27) 


(19) 


(100) 



* Data from DOD-edited USAREC files 

Table Note: First figure is the number of NAVET accessions 

in that particular category. The first figure 
in parentheses is the column percentage; the 
second figure in parentheses is the row percen- 
tage; some totals not = 100% due to rounding. 



2. Entry Paygrade (See Table 4) 

A chi-square test for independence was used to see if 
there was significant statistical dependence between the entry 
paygrade of a NAVET enlisted and the fiscal year of enlistment. 
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The null hypothesis tested was that the expected frequency of 
NAVETS enlisting with a specific paygrade was equal to the 
actual frequency observed in each of the years analyzed. 

A chi-square statistic of 1029.3 was determined from 
Navy Recruiting Command NAVET accession data (see Appendix J) . 
This value exceeded the chi-square value at the .05 level of 
significance indicating that there was a significant statisti- 
cal dependence between the entry paygrade of a NAVET and the 
year in which the enlistment occurred. 

Closer analysis of the values that comprise the chi- 
square statistic reveals that over 80% of the chi-square statis- 
tic is accounted for by paygrades E-4 and less than E-4 (see 
Appendix J) . 

NAVET reenlistments in paygrades E5 , E6 and those grouped 
in the above E6 category (E7 to E9) remained relatively constant 
during the years surveyed. There was, however, a marked decrease 
in the number of NAVETS enlisting into paygrades less than 
E4. The FY 1978 total is only 35% of that enlisted in FY 1975. 
NAVETS , enlisting into paygrade E4 showed a 14% increase in 
FY 1978 over those enlisted in FY 1975. Interestingly, although 
the number of NAVETS enlisting into paygrades less than E4 
declined by 65%, the number of OSVETS enlisting into those same 
paygrades remained relatively constant. 
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Table 4 



* 



NAVET 


Accessions 


by Entry 


Paygrade and 


Fiscal Year 


Entry 

Paygrade 


Fiscal 

Year 












FY 1975 


FY 1976 


FY 1977 


FY 1978 


TOTAL 


< E4 


3376 
(54) (36) 


2867 
(51) (30) 


2133 
(36) (22) 


1170 
(28) (12) 


9546 

(43) 


E4 


1503 
(24) (21) 


1548 
(28) (22) 


2209 
(38) (32) 


1713 
(41) (25) 


6973 

(32) 


E5 


929 

(15) (24) 


859 

(15) (22) 


1135 
(19) (30) 


941 

(22) (24) 


3864 

(18) 


E6 


379 

(6) (28) 


298 

(5) (22) 


336 

(6) (25) 


346 

(8) (25) 


1359 

(6) 


> E6 


51 

(1) (31) 


26 

(1) (16) 


30 

(1) (19) 


55 

(1) (34) 


162 

(1) 


TOTAL 


6238 

(28) 


5598 

(26) 


5843 

(27) 


4225 

(19) 


21,904 

(100) 



* Data from Navy Recruiting Command Program Summary Reports . 

TABLE NOTE: First figure is the number of NAVET accessions 

in that particular category. The first figure 
in parentheses is the column percentage and the 
second figure is the row percentage. 



3. Marital Status (See Table 5) 

A greater proportion of those NAVETS enlisting via 
the recruiting command were single rather than married. The 
percentage of single NAVETS reenlisting range from 46.4% in 
FY 1975 to almost 53% in FY 1978. This percentage increased 
annually to a high of 54% in FY 1977 and then dropped back 
slightly to the FY 1978 level. 

Further analysis comparing marital status versus age 
group, reveals that approximately 60% of those NAVETS who 
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reenlisted when between the ages of 20-25 were single while 
only approximately 42% of those between the ages of 26-30 
were single. Additionally, there appears to be a slight upward 
trend in NAVET reenlistments of unmarried males between the 
ages of 20 and 25. FY 1976 results showed 59% of those NAVET 
in 20 to 25 year old age bracket to be single. That figure 
steadily increased until the FY 1978 figure of almost 61%. 

Analysis of marital status by paygrade also revealed 
a steady upward trend in the percentage of unmarried NAVETS 
enlisting in the non-rated paygrades, El to E3. Of those enlisting 
in paygrades less than E4 in FY 1978, over 73% were single. This 
figure is above the 68% recorded in FY 1976. 

The percentage of those NAVETS enlisting with paygrade 
E4 who were unmarried has also increased since FY 1976. In 
FY 1976, 47% of those enlisting with paygrade E4 were single; 
in 1978, 56% were single. 



Table 5 

Percent of Single Male NAVETS by Entry Age, 
Entry Paygrade and Fiscal Year 



Entry age 


FY 1976 


FY 1977 


FY 1978 


< 20 


87 


84 


85 


20-25 


59 


60 


61 


26-30 


41 


44 


40 


> 30 


34 


31 


39 


Paygrade 








< E4 


68 


68 


73 


E4 


47 


50 


56 


E5 


35 


40 


41 


E6 


23 


23 


18 


> E6 


39 


24 


13 


Total all 
NAVETS enlisted 


52 


54 


53 



39 



4. Level of Education (See Table 6) 



A chi-square test for independence was used to statis- 
tically determine if the education level of NAVETS enlisted 
was related to the year in which they enlisted. The null hypo- 
thesis tested was that the expected frequency of NAVET' s 
enlisting with certain specified educational levels was equal 
to the actual observed frequency in each of the years analyzed. 

A chi-square statistic of 324.8 was determined from 
DOD-edited USAREC data (see Appendix J) . This value exceeded 
the chi-square table value at the .05 level of significance 
indicating that there was a significant statistical dependence 
between the educational level of a NAVET and the year in which 
the enlistment occurred. 

The only category in which the observed frequency was 
approximated by the expected frequency of observation was that 
of the non-high school graduate. Non-high school graduates 
comprised from 13%-16% of NAVET accessions between FY 1976 
and FY 1978. There was a steady increase in the percentage of 
NAVETS possessing high school equivalency certificates during 
the period analyzed rising from 6% of NAVET enlistments in 
FY 1976 to 12% in FY 1978. There was no trend evident with 
either college attendees or high school graduates. 
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Table 6 



NAVET Accessions by Level of Education and Fiscal Year 



•m -i - Fiscal 

Level of 

Education 


FY 1976 


FY 1977 


FY 1978 


TOTALS 


Non-High School Grad. 


779 


686 


528 


1993 




(15) (39) 


(13) (34) 


(15) (27) 


(14) 


High School Grad. 


3282 


3559 


2024 


8865 




(65) (37) 


(70) (40) 


(57) (23) 


(65) 


Some College Attend. 


695 


347 


571 


1613 




(14) (43) 


(7) (22) 


(16) (35) 


(12) 


High School Equival. 


310 


497 


427 


1234 




(6) (25) 


(10) (40) 


(12) (35) 


(9) 


TOTAL 


5066 


5089 


3550 


13705 




(37) 


(37) 


(26) 


(100) 


* Data From DOD-edited 


USAREC Files: FY 1975 


not available. 


NOTE: First figure is 


the number 


of NAVET accessions 




recorded in tha 


t particular 


category . 


The first 





figure in parentheses is the column percentage; 
the second is the row percentage. 



5. Race (See Table 7) 

A chi-square test for independence was used to statis- 
tically determine if the race of NAVETS enlisted was related 
to the year in which they enlisted. The null hypothesis tested 
was that the expected frequency of NAVETS enlisting with a 
certain specified race was equal to the actual observed fre- 
quency of enlistments in each of the years analyzed. 

A chi-square statistic of 40.76 was determined from 
DOD-edited USAREC files (see Appendix J) . This value exceeded 
the chi-square table value at the .05 level of significance 
indicating that there was a significant statistical dependence 
between the race of a NAVET and the year in which the enlist- 
ment occurred. 
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Closer analysis (see Appendix J) of the values that 
comprise the chi-square statistic revealed that differences 
between expected and actual other-minority NAVET accessions in 
fiscal years 1975 and 1978 accounted for almost 80% of the 
chi-square statistic. 

NAVET reenlistments by race showed a consistent pattern 
across the years analyzed (FY 1975 - FY 1978) . The percentages 
of Caucasian, black and other NAVET accessions have remained 
within one percentage point of a distribution of 86%, 12% and 
2% respectively. By racial category, the percentage of 
minority-other NAVET accessions showed a small but steady 
increase of from 1% of accessions in 1975 to 3% in 1978. 

Table 7 

* 

NAVET Accessions by Race and Fiscal Year 

Fiscal 
Race Year 





FY 1975 


FY 1976 


FY 1977 


FY 1978 


TOTAL 


Caucasian 


4535 
(87) (28) 


4288 
(85) (26) 


4318 
(85) (27) 


3016 
(85) (19) 


16157 

(85) 


Black 


623 

(12) (26) 


684 

(14) (28) 


671 

(13) (28) 


429 

(12) (18) 


2407 

(13) 


Other 

Minority 


67 

(1) (18) 


93 

(2) (26) 


100 

(2) (27) 


105 

(3) (29) 


365 

(2) 


TOTAL 


5225 


5065 


5089 


3550 


18929 



(28) (26) (27) (19) (100) 

* Data From: DOD-edited USAREC Files. 

NOTE: First figure is the number of NAVET accessions recorded 

in that particular category. The first figure in 
parentheses is the column percentage; the second is 
the row percentage. 
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C. OCCUPATIONAL GROUP FINDINGS - FISCAL YEAR (See Table 8) 

A chi-square test for independence was used to determine 
if the occupational group of NAVETS enlisted was related to 
the year in which they enlisted. The null hypothesis tested 
was that the expected frequency of NAVETS enlisting in certain 
specified occupational groups was equal to the actual observed 
frequency of enlistments in those same groups for each of the 
years analyzed. 

A chi-square statistic of 517.2 was determined from DOD- 
edited USAREC files (see Appendix J) . This value exceeded the 
chi-square table value at the . 05 level of significance indi- 
cating that there was a significant statistical dependence 
between the occupational group of a NAVET and the year in which 
the enlistment occurred. 

Closer analysis of the values that comprise the chi-square 
statistic (see Appendix J) revealed that four of the nine occu- 
pational groups account for 91% of the chi square statistic 
value. The construction and medical/dental groups account for 
34% and 32% respectively while the deck/ordnance (11%) and 
aviation-other (14%) occupational groups accounted for the 
remainder of the 91%. 

NAVET enlistments into each of the occupationally classi- 
fied rating groups declined during 1975 through 1978, except 
into the group containing the ratings classified as aviation- 
other. NAVET accessions in this group were approximately 17% 
higher in 1978 than in 1975. The two occupational groups 
representing the largest percentage of total NAVET accessions, 
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deck/ordnance and engineering/hull (28% and 24%, respectively, 
of NAVET accessions in FY 1978) , both declined more that did 
total NAVET accessions, which in FY 1978 were 34% less than the 
total accessions in FY 1975. Accessions in the deck/ordnance 
occupational group and the engineering/hull occupational group 
in FY 1978 were 44% and 37% less, respectively, than total 
NAVET accessions in FY 1975. The occupational group showing 
the largest decline was the construction group. In FY 1978, 
construction group NAVET accessions has decreased almost 90% 
from 1975 totals. 

More extensive discussion of occupational results is 
contained in Appendix 0. 

Table 8 

* 

NAVET Accessions by Occupational Group and Fiscal Year 



Occupational Fiscal Year 
Group 





FY 1975 


FY 1976 


FY 1977 


FY 1978 


TOTAL 


Desk Ordnance 


1624 


1733 


1322 


908 


5587 




(34) (29) 


(37) (31) 


(30) (24) 


(28) (16) 


(33) 


Technical 


245 


256 


250 


164 


915 




(5) (27) 


(2) (28) 


(6) (27) 


(5) (18) 


(5) 


Administrative 


563 


596 


679 


506 


2344 




(12) (24) 


(13) (25) 


(6) (29) 


(15) (22) 


(14) 


Engineering/ 


1248 


1154 


1041 


779 


4222 


Hull 


(26) (30) 


(25) (27) 


(24) (25) 


(24) (18) 


(25) 


Construction 


136 


27 


11 


18 


192 




(4) (71) 


(1) (14) 


- (.6) 


(1) (.9) 


(1) 


Aviation- 


166 


164 


174 


114 


618 


Technical 


(3) (27) 


(3) (27) 


(4) (28) 


(4) (18) 


(4) 


Aviation 


309 


383 


380 


259 


1331 


Engineering 


(6) (23) 


(8) (29) 


(9) (29) 


(8) (.19) 


(8) 


Aviation-Other 


246 


294 


412 


281 


1233 




(5) (20) 


(6) (24) 


(9) (33) 


(9) (23) 


(7) 


Medical 


226 


87 


83 


209 


605 




(5) (37) 


(2) (14) 


(2) (14) 


(6) (35) 


(4) 


TOTAL 


4763 


4694 


4352 


3238 


17047 




(28) 


(27) 


(26) 


(19) 


(100) 



* Data from DOD-edited USAREC Files. 

NOTE: First figure is the number of NAVET accessions recorded 

in that particular category. The first figure in parentheses 
is the column percentage; the second is the row percentage. 
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D. OCCUPATIONAL GROUP FINDINGS BY NAVY RECRUITING AREA 
(See Table 9) 

A chi-square test for independence was used to statistically 
determine if the Navy Recruiting Area in which NAVETS enlisted 
was related to the occupational group in which they enlisted. 

The null hypothesis tested was that the expected frequency 
of NAVETS enlisting with certain specified occupation and 
in a specific Navy Recruiting Area was equal to the actual 
observed frequency of NAVET enlistments in those categories 
in each of the years analyzed. 

A chi-square statistic of 271.9 was determined from DOD- 
edited USAREC files (see Appendix J) . This value exceeded the 
chi-square table value at the .05 level of significance indi- 
cating that there was a significant statistical dependence 
between the occupational group of a NAVET and the Area in 
which the enlistment occurred. 

Closer analysis of the values that comprise the chi-square 
statistic (see Appendix J) revealed that Area One values com- 
prise over 60% of the chi-square statistic. Areas Three and 
Eight account for 15% and 11% with the remaining three areas 
each accounting for less than 10%. 

Within each area, one or two occupational groups account 
for most of the difference between the expected and observed 
frequencies of each occupational group. More detailed discussion 
is given in the following section. 
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Table 9 



★ 

NAVET Accessions by Occupational Group and Recruiting Area 



Fiscal Year 

Occupational 

Area 





Area 1 


Area 3 


Area 4 


Area 5 


Area 7 


Area 8 


TOTAL 


Desk/ Ordnance 


951 

(37) (17) 


958 

(31) (17) 


mi 
(35) (20) 


748 

(32) (14) 


852 

(33) (15) 


967 

(29) (17) 


5587 

(33) 


Technical 


131 

(5) (14) 


140 

(5) (15) 


163 

(5) (18) 


123 

(5) (14) 


131 

(5) (14) 


227 

(7) (25) 


915 

(5) 


Administrative 354 

(14) (15) 


437 

(14) (19) 


421 

(13) (18) 


293 

(12) (12) 


353 

(14) (15) 


486 

(15) (21) 


2344 

(14) 


Engineering/ 

Hull 


622 

(24) (15) 


689 

(23) (16) 


845 

(27) (20) 


624 

(27) (15) 


624 

(24) (15) 


818 

(25) (19) 


4222 

(25) 


Construction 


32 

(1) (17) 


40 

(1) (21) 


39 17 

(1) (20) (1) (9) 


26 

(1) (13) 


38 

(1) (20) 


192 

(1) 


Avaition- 

Technical 


82 

(3) (13) 


110 

(4) (18) 


105 

(3) (17) 


89 

(4) (14) 


103 

(4) (17) 


129 

(4) (21) 


618 

(4) 


Aviation- 

Engineering 


157 

(6) (12) 


282 

(9) (21) 


205 

(6) (15) 


182 

(8) (14) 


246 

(9) (18) 


259 

(8) (20) 


1331 

(8) 


Aviation- 

Other 


136 

(6) (11) 


290 

(9) (24) 


215 

(7) (17) 


165 

(7) (13) 


183 

(7) (15) 


244 

(7) (20) 


1233 

(7) 


Medical 


94 

(4) (16) 


114 

(4) (19) 


95 

(3) (15) 


86 

(4) (14) 


92 

(3) (15) 


124 

(4) (21) 


605 

(3) 


TOTAL 


2559 

(15) 


3060 

(18) 


3199 

(19) 


2327 

(14) 


2610 

(15) 


3292 

(19) 


17047 

(100) 



* Data from DOD-edited USAREC Files. 



NOTE: The first figure is the number of NAVET Accesions recorded in that 

particular category. The first figure in parentheses is the 
column percentage; the second is the rcw percentage. 



E. GEOGRAPHIC FINDINGS 

Discussion of demographic findings by recruiting area is 
presented first in this section followed by a section containing 
summary highlights of findings by specific area. More detailed 
area findings can be found in Appendices D-I. 
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1. Entry Age (See Table 10) 



A chi-square test for independence was used to statis- 
tically determine if the entry age of NAVETS enlisted was 
related to the area in which they enlisted. The null hypothe- 
sis tested was that the expected frequency of NAVETS enlisting 
within certain specified entry age was equal to the actual 
observed frequency of NAVET enlistments in each of the areas 
analyzed. 

A chi-square statistic of 94.9 was determined from DOD- 
edited USAREC files (see Appendix J) . This value exceeded the 
chi-square table value at the 95% confidence level indicating 
that there was a significant statistical dependence between 
the entry age of a NAVET and the area in which the enlistment 
occurred. 

Closer analysis of the values that make up the chi- 
square statistic revealed that the Area Eight value for the 
> 30 age group comprised over 27% of the statistic. Three 
values from Area Five accounted for an additional 32% of the 
chi-square statistic (see Appendix J) . 

Area Eight accounted for 24% of the > 30 age group 
NAVET enlistment total while enlisting 19% of the total of 
all NAVETS enlisted between FY 1975 and FY 1978. Other area 
percentages of enlistments by age group all fell within 3% 
of their total percentage of NAVET enlistments. 
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Table 10 



NAVET Accessions by Age and Recruiting Area* 

Recruiting 
Entry Area 



Paygrade 

1 


3 


4 


5 


7 


8 


TOTAL 


< 20 
(%) (%) 


216 

(8) (17) 


239 

(7) (19) 


206 

(6) (16) 


128 

(5) (10) 


212 

(7) (16) 


287 

(8) (22) 


1288 

(7) 


20-25 
(%) (%) 


1404 
(49) (14) 


1767 
(52) (18) 


1957 
(54) (20) 


1357 
(52) (14) 


1557 
(52) (16) 


1784 
(49) (18) 


9826 

(51) 


26-30 
(%) (%) 


925 

(33) (16) 


1031 

(30)(17) 


1070 
(30) (18) 


886 

(34) (15) 


926 

(31) (16) 


1091 
(30) (18) 


5929 

(31) 


> 30 
(%) (%) 


296 

(10) (14) 


378 

(11) (19) 


365 

(10) (18) 


229 

(9) (11) 


295 

(10) (14) 


497 

(13) (24) 


2060 

(11) 


TOTAL 

% 


2841 

(15) 


3415 

(18) 


3598 

(19) 


2600 

(13) 


2990 

(16) 


3659 

(19) 


19103 

(100) 


* Data 


from DOD-edited USAREC Files 










NOTE: 


First figure 


is the number of 


NAVET accessions recorded in 


that 



particular category. The first figure in parentheses is the 
column percentage; the second is the rcw percentage. 



2. Entry Paygrade (see Table 11) 

A chi-square test for independence was used to determine 
if the entry paygrade of NAVETS enlisted was related to the 
area in which they enlisted. The null hypothesis tested was 
that the expected frequency of NAVETS enlisting with a certain 
specified entry paygrade was equal to the actual observed fre- 
quency of NAVET enlistments in each of the areas analyzed. 

A chi-square statistic of 83.6 was determined from 
DOD-edited USAREC files (see Appendix J) . This value exceeded 
the chi-square table value at the .05 level of significance, 
indicating that there was a significant statistical dependence 
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between the entry paygrade of a NAVET and the area in which the 
enlistment occurred. 

Closer analysis of the values that made up the chi-square 
statistic (see Appendix J) , revealed that almost 60% of the 
value of that statistic was attributable to Area Eight. The 
paygrades that accounted for the largest increments in Area 
Eight were the less than E4 paygrade and the E6 paygrade. These 
two paygrades accounted for 20% and 30%, respectively, of the 
total value of the chi-square statistic. 

Area Eight enlisted 26% of the E6 NAVETS enlisted during 
the period FY 1975 - FY 1978 but only 17% of the less than E4 
NAVETS. Area Eight enlisted 19% of the total NAVETS enlisted 
from FY 1975 - FY 1978. 

Area Four enlisted 14% of the > E6 NAVETS enlisted 
nationally while accounting for 19% of total NAVET enlistments. 



Table 11 

★ 

NAVET Accessions by Entry Paygrade and Recruiting Area 



Recruiting Area 



Entry 

Paygrade 

1 


3 


4 


5 


7 


8 


TOTAL 


< E4 


1443 


1664 


1788 


1262 


1502 


1603 


9262 


(%) (%) 


(51) (16) 


(49) (18) 


(50) (19) 


(49) (14) 


(50) (16) 


(44) (17) 


(48) 


E4 


787 


995 


1058 


759 


840 


1084 


5483 


(%) (%) 


(28) (14) 


(29) (18) 


(29) (19) 


(29) (14) 


(28) (15) 


(30) (20) 


(29) 


E5 


442 


556 


564 


431 


449 


650 


3092 


(%) (%) 


(15) (14) 


(16) (18) 


(16) (18) 


(16) (14) 


(15) (15) 


(18) (21) 


(16) 


E6 


133 


20? 


159 


123 


169 


277 


1068 


(%) (%) 


(5) (12) 


(6) (19) 


(4) (15) 


(5) (12) 


(6) (.16) 


(7) (26) 


(6) 


> E6 


36 


33 


29 


25 


30 


45 


198 


(%) (%) 


(1) (18) 


(1) (17) 


(1) (14) 


(1) (13) 


(1) (15) 


(1) (23) 


(1) 


TOTAL 


2841 


3415 


3598 


2600 


2990 


3659 


19103 


(%) (%) 


(15) 


(18) 


(19) 


(.13) 


(16) 


(19) 


(100) 



*Data fran Navy Recruiting Conmand Program Sunmary Reports 

NOTE: First figure is the number of NAVET accessions recorded in that par- 

ticular category. The first figure in parentheses is the column 
percentage; the second is the rcw percentage. 
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3. Marital Status (See Table 12) 



A chi-square test for independence was not conducted 
on marital status data. Four of the six areas showed an increase 
in the percentage of unmarried NAVETS enlisted over the last 
three years of analysis. This increase represented a 1% to 
4% percentage growth in unmarried NAVET accessions. Area Eight 
remained constant with a 51% rate of NAVET accessions during 
the period 1976-1978, but Area One increased from 57% in FY 1976 
to 64% of all NAVET accessions being unmarried in FY 1978. 

Fiscal year 1975 figures for all areas except Area 
One (51%), were below 50% for unmarried NAVET's. 

Table 12 

Percent of Unmarried NAVET's Accessions by 
Recruiting Area and Fiscal Year 

Recruiting Area 



Fiscal 

Year 


1 


3 


4 


5 


7 


8 


FY 1975 


52 


42 


45 


49 


42 


45 


FY 1976 


57 


51 


52 


52 


51 


51 


FY 1977 


59 


49 


58 


57 


53 


51 


FY 1978 


64 


52 


55 


56 


53 


51 


4. 


Level of 


Education 


(See 


Table 13) 







A chi-square test for independence was used to determine 
if the education level of NAVETS enlisted was related to the 
area in which they entered. The null hypothesis tested was 
that the expected frequency of NAVETS enlisting with certain 
specified education level was equal to the actual observed fre- 
quency of NAVETS enlisted in each of the areas analyzed. 
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A chi-square statistic of 78.0 was determined from 
DOD-edited USAREC files (see Appendix J) . This value exceeded 
the chi-square table value at the .05 level of significance, 
indicating that there was a significant statistical dependence 
between the education level of a NAVET and the area in which 
the enlistment occurred. 

Further analysis of the values that made up the chi-square 
statistic (see Appendix J) revealed that five of the twenty- 
four values accounted for 70% of the chi-square statistic; two 
of these values resulted from differences between observed and 
expected frequencies of NAVETS with a high school equivalent 
level of education and two from those who indicated some college. 
Only one area, Area Eight, had more than one of these values 
and it had two. 

Both Area One and Area Eight had a 4% difference between 
their total enlistment percentages and their percentages of 
NAVETS . possessing high school equivalency certification. Area 
One enlisted 4% less than its percentage of total national 
enlistments (15%) and Area Eight enlisted 4% more than its 
total of national enlistments (19%) . All other area percen- 
tages by education level were within 3% of their percentage 
contribution to the national total of NAVETS enlisted. 
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Table 13 



★ 

NAVET Accessions by Level of Education and Recruiting Area 



Level of 
Education 



Area 





1 


3 


4 


NHSG 
(%) (%) 


314 

(15) (16) 


345 

(14) (17) 


426 

(16) (21) 


HSG 
(%) (%) 


1353 
(67) (15) 


1548 
(65) (17) 


1711 
(66) (19) 


COL 
(%) (%) 


226 

(11) (14) 


280 

(12) (17) 


247 

(10) (15) 


HS Equiv. 
(%) (%) 


139 

(7) (11) 


213 

(9) (17) 


216 

(8) (18) 


TOTAL 

(%) 


2032 

(15) 


2386 

(17) 


2600 

(19) 



* Data fron DOD-edited USAREC Files 



5 


7 


8 


TOTAL 


279 

(15) (14) 


322 

(15) (16) 


307 

(12) (16) 


1993 

(14) 


1213 
(64) (14) 


1303 
(61) (15) 


1737 
(66) (20) 


8865 

(65) 


235 

(12) (15) 


305 

(14) (19) 


320 

02) (20) 


1613 

(12) 


165 

(9) (13) 


223 

(10) (18) 


278 

(10) (23) 


1234 

(9) 


1892 

(14) 


2153 

(16) 


2642 

(19) 


13705 

(100) 



NOTE: First figure is the number of NAVET accessions recorded in that 

particular category. The first figure in parentheses is the 
column percentage; the second is the rcw percentage. 



5. Race (See Table 14) 

A chi-square test for independence was used to statis- 
tically determine if the race of NAVETS enlisted was related 
to the area in which they enlisted. The null hypothesis tested 
was that the expected frequency of NAVETS enlisting with cer- 
tain specified race was equal to the actual observed frequency 
of NAVETS enlisted in each of the areas analyzed. 

A chi-square statistic of 815.1 was determined from 
DOD-edited USAREC files (see Appendix J) . This value exceeded 
the chi-square table value at the .05 level of significance 
indicating that there was a significant statistical dependence 
between the race of a NAVET and the area in which the enlistment 
occurred . 
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Closer analysis of the values comprising the chi-square 
statistic (see Appendix J) , revealed that differences between 
the observed and expected frequencies in Area Three accounted 
for 44% of the chi-square statistic. Area Eight differences 
accounted for another 40%. The largest deviations from the 
expected values occurred in Areas Three, Five and Eight for 
NAVETS who were black and in Area Eight for NAVETS whose 
race was listed as other/minority. 

During the four years surveyed. Area Three enlisted 
33% of the NAVETS who were black and Area Five enlisted 22%. 
Area Eight enlisted 54% of those whose race was listed as 
minority-other . 



Table 14 

* 

NAVET Accessions by Race and Recruiting Area 



Recruiting 
Race Area 





1 


3 


4 


5 


7 


8 


TOTAL 


Caucasian 


2483 


2583 


3005 


2369 


2553 


3164 


16157 


(%) (%) 


(89) (15) 


(76) (16) 


(84) (19) 


(92) (15) 


(86) (16) 


(80) (29) 


(85) 


Black 


290 


788 


527 


188 


369 


245 


2407 


(%) (%) 


(10) (12) 


(23) (33) 


(15) (22) 


(7) (8) 


(12) (15) 


(7) (10) 


(13) 


Minority- 


37 


24 


35 


25 


48 


196 


365 


Other 
(%) (%) 


(1) (10) 


(1) (7) 


(1) (10) 


(1) (7) 


(2) (13) 


(5) (54) 


(2) 


TOTAL 


2810 


3395 


3567 


2582 


2970 


3605 


18929 


(%) 


(15) 


(18) 


(19) 


(14) 


(16) 


(19) 


(100) 



* Data from DO>edited USAREC Files 

NOTE: First figure is the number of NAVET accessions recorded in that 

particular category. The first figure in parentheses is the 
column percentage; the second is the rcw percentage. 
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F. FY 1975 MALE PRIOR SERVICE ATTRITION RESULTS (See Table 15) 

Analysis of data from the USAREC cohort files for FY 1975 
revealed that piror service (NAVETS: plus OSVETS ) veterans 

enlisted in paygrades E3 and E4 (the only paygrades analyzed) 
attrite at a lower rate than did the non-prior service DOD 
recruit in FY 1975. Eighty-four percent of those FY 1975 
prior-service veterans originally enlisting in paygrade E3 for 
a two-year term of service were still in the Navy after 18 
months. By the end of 24 months, or the end of their enlistment, 
an additional 34% of those originally enlisted left the Navy. 
Assuming that almost all of those in their last six months of 
enlistement completed their obligated service, 34% of the 
prior-service veterans enlisting for two years elect not to 
reenlist at the end of their period of obligated service. 

The same analysis can be applied to the prior-service 
veterans enlisting for initial terms of three years and four 
years. At the end of 30 months, 79% of those prior-service 
veterans enlisting in paygrade E3 for a three-year term of 
service were still in the Navy. In the next six months or at 
the end of their term of enlistment, 25% of those who originally 
enlisted elected discharge. 

Eighty percent of those prior-service veterans enlisting 
in paygrade E3 for four years of service were still in the 
Navy after three years. Data to determine the percentage of 
those who ultimately reenlist upon completion of their obli- 
gated term of service were not available. 
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